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Abstract  
Calculation of personnel fluctuation plays a major role in personnel decisions which are taken in an organization. Therefore, this 
paper aims to present a methodology for calculating staff fluctuation, using the indicators for computing the fluctuation of 
personal in an organization with an interior design form Bucharest, Romania. Indicators of input and output fluctuations are 
calculated over a period of four years and there are also presented the reasons for leaving the organization for each job the 
organization has. In this way, the management of Human Resources should take in consideration the levels of employees
fluctuation. 
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1. Introduction  
Organizations have strategic plans that they achieve with the help of their employees who hold certain jobs, jobs 
that involve clearly defined tasks and responsibilities. In return, employees are involved in organizations on specific 
jobs, with intellectual abilities, personality traits, knowledge, skills and work experience they bring to the 
organization in order to achieve its goals (Manolescu, 2003). However, they also have necessities - for the most part 
embodied in money - which is expected to be fulfilled by the organization they give so much to. 
Wages are a sensitive issue in negotiations between employer and employee. (Pitariu, 2006) believes that most 
labor disputes are caused by the complex issue of wages, and that most union demands, implicitly workers, are 
centered on the thorny issue of pay. 
 Feelings of fairness will be accompanied and associated with states of satisfaction and the feelings of inequity 
with dissatisfaction states. In many organizations, the pay system, which is by far the most important motivator 
factor for employees, is not based on a consistent wage policy or a systematic study of the importance of the jobs 
within the organization. Work analysis is the basis of most personal actions performed within an organization 
(Pitariu & Chraif, 2009), which provides a binding. Smith & Robertson (1993) cited in Pitariu, (2006) argue that the 
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most important contribution of work analysis refers to: a) the reorganization of labour force in a company, b) the 
more rational wage structure and c) identification of the needs for training . 
The theory of equity is one of the theories that 
and states that individuals who are in a work situation or of another nature, report input to output specific to the 
current situation. Inputs refer to the perceived contribution of the person performing the work tasks (experience, 
skills, effort, aptitudes). The results relate to the factors which the person perceives as having a personal value 
(money, bonuses, promotion). Employees constantly compare their inputs with the results or their own outputs with 
those of others (Pitariu, 2006). 
2. Objectives  
2.1. Objectives 
To present a model of personnel fluctuation calculation (Chraif, 2008; Chraif, 2010) in an organization with a 
profile of amenities and furnishings form Bucharest, Romania. 
3. Metod 
3.1. Participants  
The participants were 417 employees of the design organization, both male and female according table 1. 
 
Table 1. Gender and age 
 
Year Woman Man Mean of age 
2011 46 50 23,450 
2019 48 55 25,052 
2009 50 58 24,626 
2008 53 57 25,273 
 
  
Tabel 2. ) 
 
Professional category Anul 
2008 2009 2010 2011 
Higher education 20 22 26 26 
Secondary education (highschool) 83 80 71 62 
General education (10 grades) 7 6 6 8 
TOTAL employees 110 108 103 96 
 
In 2008 staff with secondary education represented 75.45% of total employees, higher education staff represented 
only 18.18%. The proportion is maintained in subsequent years, the differences appear in 2010 and 2011 when high 
school staff is in the range of 75% and higher education staff around 20%, results.  
 
 
Tabel 3. Categories of employees by the level of education (Professional category) between 2008-2011 
 
Professional category Year 
2008 2009 2010 2011 
Total workers 72 71 67 63 
TESA personnel 38 37 36 33 
TOTAL employees 110 108 103 96 
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In Table 3 can be seen that TESA staff (38% in 2008, every year with small differences) is the smallest share in 
total of employees although they are qualified in a institution of higher education; given the specific of the company, 
the largest share are workers. 
3.2. The instruments and materials 
The instruments were the personnel fluctuation indexes calculated on four years using the formula: 
 
 
4. Results 
4.1. Presentation of organization 
In table 4 the average number of employees on the job and job positions at the workplace for each job is shown. 
 
Average number of employees on the job (hired) and jobs 
 
Postul   
General Manager 1 TESA 
Human Resources Manager 1 TESA 
Production Manager 1 TESA 
Comercial Manager 1 TESA 
Head office of human resources 1 TESA 
Recruter 2 TESA 
Economists 2 TESA 
Secretary 1 TESA 
Driver 1 Services 
Financial and accounting chief 1 TESA 
Accountant 2 TESA 
Computer operator 2 TESA 
Head office of clients counseling 1 TESA 
Designers 3 TESA 
Production Head office 1 TESA 
Production responsible departments 4 TESA 
Staff for products measurement 4 Production 
Seamstresses 5 Production 
Products and accessories assemblers 10 Production 
Supplies Head office 1 TESA 
Procurement responsible departments 3 TESA 
Store officers 3 Services 
Loading-unloading officers 6 Services 
Cleaning staff 4 Services 
Marketing Head office 1 TESA 
Sales districts responsible 2 TESA 
Marketing promotion 2 TESA 
Cashiers 9 Sales 
Department dealers 12 Sales 
Supervisors 5 Services 
Packaging products staff 4 Services 
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The organization specialized in designing and interior decorations from Bucharest has four departments: Human 
Resources, Finance - Accounting Commercial Production. HR department has as important tasks the recruitment, 
selection, training, promotion, salary, staff input-output, etc. Financial-Accounting Department - execute financial 
accounting tasks of the company, cash flow, cost-benefit balance, balance sheet, etc. Production department has 
tasks such as: 1) Counseling: advising clients at the highest level of professionalism in making the right choice, 
having all the necessary information to make the right decisions on interior design elements and combining them, 
advice on suitable materials, sizes and colours, 2) Measurements: the team of installers can go based on a schedule, 
to the customer, for making accurate measurements, possibly installing and removing any difficulties in installing 
the products purchased; 3) Installation: the team of 
the products purchased (rails and galleries, curtains / drapes, accessories, etc.) 4) Tailoring: the company provides 
processing material purchased (curtains, draperies, bedspreads, tablecloths, linens special sizes) so it will fit in the 
space provided for it. 
 
4.2. Analysis of staff turnover/fluctuation 
Given the data collected over a period of four years, for the analysis of staff turnover/fluctuation will be brought 
into discussion, besides the frequencies and procentage expressions and calculation of indices for personnel flow 
using these formulas. 
 For a more detailed analysis of the causes which led to this situation we must evaluate several main aspects of 
human potential behavior (social balance sheet items). 
 
Tabel 5.  Frequence of employees leaving (outputs) the organization, yearly between 2005-2008 
  
Exits/outputs 
on year 
month TOTAL 
Exit/Output 
from the 
organiation 
1 2 3 4 5 6 7 8 9 10 11 12 
2011 9 11 14 13 17 19 22 20 19 20 14 10 188 
2010 7 10 12 12 15 20 18 15 17 19 11 8 164 
2009 10 12 13 10 15 14 20 18 20 15 12 8 167 
2008 5 10 13 10 18 15 21 21 15 18 16 12 174 
 
 
From the data analysis presented in table 5, the organization with a profile for amenities and interior decoration 
from Bucharest has a monthly turnover of staff and therefore a high annual fluctuation. Staff outputs and inputs are 
higher per year than the average working staff. To analyze in detail and get some information on outputs and inputs 
some indexes are calculated using personal data, as shown in Table 6: 1) input intensity coefficient (calculated as the 
ratio between the number of employees entering the business in a year and the total number of employees in that 
year), 2) output intensity coefficient (calculated as the ratio between the number of employees leaving the business 
in a year and the total number of employees in that year, 3) total movement coefficient (calculated as the ratio 
between input and output amount of employees and their total number), 4) labor turnover ratio (calculated as the 
ratio between the number of workers who left their job on their own initiative and by getting fired and total staff). 
 
 
 
 
 
1025 Mihaela Chraif and Mihai Aniţei /  Procedia - Social and Behavioral Sciences  84 ( 2013 )  1021 – 1030 
Tabel 6.  The input and output intensity coeficents/indexes  
 
Total input/ year Mean 
employee/year 
 
Input coeficients/year 
% 
Total output Output 
coeficients/year 
% 
Anul 
192   96              200 188 195,83 2011 
168 103 163,11 164 159,22 2010 
163 108 150,93 167 154,63 2009 
183 110 166,36 174 158,18 2008 
 
Analyzing the data from table 6, it is shown that the index / coefficient of inputs intensity recorded very high 
values (from 150.93% in 2009 and 200% in 2010). The same can be seen in table 7, where the index / coefficient of 
output intensity recorded high values, increasing on the range investigated (from 154.63% in 2009 to 195.83% in 
2010). 
Although personal input and output values are very high, they are compensated by maintaining a constant number 
of employees at work (the annual average during the reference period between 96 and 110 people). 
Analysis of staff turnover is also for calculating The index of workforce fluctuation. The formula for calculating 
this index is: 
 IFFM = (No. of people who have left the organization in a year) / Average no. of employees for the year) x100 
Since this index was calculated as the Coefficient intensity output annually during 2008 - 2011, we present the 
calculation of the IFFM for the jobs where the personnel flow is very high. 
 
Tabel 7. Outputs of employees, workforce fluctuation/outputs form the organization in 2011 (number of persons) 
 
Job Month Numer 
of 
outputs/j
ob 1 2 3 4 5 6 7 8 9 10 11 12 
Cashier 2 2 2 3 4 3 3 4 6 4 3 4 40 
Sales districts responsible 0 0 1 2 3 6 4 3 4 3 3 1 30 
Production responsible departments 1 3 1 2 3 1 2 5 3 4 3 2 30 
Marketing promotion 1 0 2 1 1 2 0 0 0 0 0 0 7 
Packaging products staff 0 1 0 1 2 2 3 2 1 1 1 1 15 
Seamstresses  0 1 3 2 1 1 3 3 0 2 2 0 18 
Designers 0 0 1 0 0 0 1 0 0 0 0 0 2 
Cleaning staff 2 3 2 1 1 4 3 3 4 5 0 2 30 
Supervisors 2 0 2 1 1 0 1 0 1 0 0 0 8 
Secretary 1 0 0 0 0 0 1 0 0 0 0 0 2 
Accountant 0 1 0 0 0 0 0 0 0 0 0 0 1 
Recruter 0 0 0 0 1 0 0 0 0 0 0 0 1 
Computer operator 0 0 0 0 0 0 0 0 0 1 1 0 2 
Driver 0 0 0 0 0 0 1 0 0 0 1 0 2 
Total 9 11 14 13 17 19 22 20 19 20 14 10 188 
 
As shown in Table 7, the fluctuation of the jobs vary according to the job, namely: cashier, department dealer, 
installing officer for products and accessories, marketing promotion, product packaging staff, seamstresses, 
designers, cleaning staff, supervisors, secretaries, accountants; recruiters, computer operator, driver. 
Given the high staff turnover per month, it is important to calculate the turnover indices for the jobs, for 2011 in 
order to see where exactly the problem of staff turnover appears in relation with what employees and what jobs.  
For the year 2011 (see table 7) the following fluctuation indices were obtained: 
Cashiers: (40x100)/9 = 444,45 % 
Sales districts responsible: (30x100)/12 = 233,34 % 
Production responsible departments (30x100)/10 = 300 % 
Marketing promotion (7x100)/2 = 350 % 
Packaging products staff: (15x100)/4 = 375 % 
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Seamstresses: (18x100)/5 = 360 % 
Designers: (2x100)/3 = 66,67 % 
Cleaning staff: (30x100)/4 = 275 % 
Supervisors: (8x100)/5 = 160 % 
Secretary: (2x100)/1 = 200 % 
Accountant: (1x100)/2 = 50 % 
Recruter: (1x100)/2 = 50 % 
Computer operator: (2x100)/2 = 100 % 
Driver: (2x100)/1 = 200 % 
 
Table 8. Outputs of employees, workforce fluctuation/outputs form the organization in 2010 (number of persons) 
 
Job Month Numer of 
outputs/job 
1 2 3 4 5 6 7 8 9 10 11 12 
Cashier 1 2 2 3 2 3 3 2 4 4 1 2 29 
Sales districts responsible 0 0 0 1 3 6 3 3 4 2 3 1 26 
Production responsible departments 1 2 1 2 3 1 2 3 3 4 1 2 25 
Marketing promotion 1 0 2 1 1 2 0 0 0 0 0 0 7 
Packaging products staff 0 1 0 1 2 2 1 2 1 1 1 1 13 
Seamstresses  0 1 2 2 1 1 3 2 0 2 2 0 16 
Designers 0 0 1 0 0 0 1 0 0 0 0 0 2 
Cleaning staff 2 3 2 1 1 4 2 3 4 4 0 2 28 
Supervisors 1 0 2 1 1 0 1 0 1 0 0 0 7 
Secretary 1 0 0 0 0 0 1 0 0 0 0 0 2 
Accountant 0 1 0 0 0 0 0 0 0 0 0 0 1 
Recruter 0 0 0 0 1 0 0 0 0 0 0 0 1 
Computer operator 0 0 0 0 0 0 0 0 0 2 2 0 4 
Driver 0 0 0 0 0 1 1 0 0 0 1 0 3 
Total 7 10 12 12 15 20 18 15 17 19 11 8 164 
 
For the year 2010 (see table 8) the following fluctuation indices were obtained: 
Cashier: (29x100)/9 = 444,45 % 
Sales districts responsible: (26x100)/12 = 233,34 % 
Production responsible: (25x100)/10 = 300 % 
Promovare marketing: (7x100)/2 = 350 % 
Packaging products staff: (13x100)/4 = 375 % 
Seamstresses: (16x100)/5 = 360 % 
Designer: (2x100)/3 = 66,67 % 
Cleaning staff: (28x100)/4 = 275 % 
Supervisor: (7x100)/5 = 160 % 
Secretary: (2x100)/1 = 200 % 
Accountant: (1x100)/2 = 50 % 
Recruter: (1x100)/2 = 50 % 
Computer operator: (4x100)/2 = 100 % 
Driver: (3x100)/1 = 200 % 
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Tabel 9  
 
Job Month Numer of 
outputs/job 
1 2 3 4 5 6 7 8 9 10 11 12 
Cashier 3 2 3 2 2 2 3 2 6 3 2 2 32 
Sales districts responsible 0 0 0 1 3 3 2 3 4 3 3 1 23 
Production responsible 
departments 
2 3 1 2 3 1 2 5 3 3 2 2 29 
Marketing promotion 1 0 3 1 1 2 0 0 0 0 0 0 8 
Packaging products staff 0 1 0 1 2 1 3 2 2 1 1 1 15 
Seamstresses  0 2 3 2 1 1 3 3 0 2 2 0 19 
Designers 0 0 1 0 0 0 1 0 0 0 0 0 2 
Cleaning staff 1 3 2 0 1 1 3 3 4 2 1 2 23 
Supervisors 2 0 0 1 1 2 1 0 1 0 0 0 8 
Secretary 1 0 0 0 0 0 1 0 0 0 0 0 2 
Accountant 0 1 0 0 0 0 0 0 0 0 0 0 1 
Recruter 0 0 0 0 1 0 0 0 0 0 0 0 1 
Computer operator 0 0 0 0 0 0 0 0 0 1 1 0 2 
Driver 0 0 0 0 0 1 1 0 0 0 0 0 2 
Total 10 12 13 10 15 14 20 18 20 15 12 8 167 
 
For the year 2009 (see table 9) the following fluctuation indices were obtained:  
Cashier: (32x100)/9 = 444,45 % 
Sales districts responsible: (23x100)/12 = 233,34 % 
Production responsible departments: (29x100)/10 = 300 % 
Marketing promotion: (8x100)/2 = 350 % 
Packaging products staff: (15x100)/4 = 375 % 
Seamstresses: (19x100)/5 = 360 % 
Designer: (2x100)/3 = 66,67 % 
Cleaning staff: (23x100)/4 = 275 % 
Supervosor: (8x100)/5 = 160 % 
Secretary: (2x100)/1 = 200 % 
Accountant: (1x100)/2 = 50 % 
Recruter: (1x100)/2 = 50 % 
Computer operator: (2x100)/2 = 100 % 
Driver: (2x100)/1 = 200 % 
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Tabel 10  (nr. persoane) 
 
Job Month Numer of 
outputs/job 
1 2 3 4 5 6 7 8 9 10 11 12 
Cashier 1 2 2 1 4 3 3 4 5 3 3 4 42 
Sales districts responsible 0 0 1 2 3 2 3 3 3 3 3 2 28 
Production responsible departments 0 2 1 2 3 1 2 5 3 4 3 2 30 
Marketing promotion 1 0 2 1 1 2 0 0 0 0 0 0 7 
Packaging products staff 0 1 0 1 2 2 3 2 1 1 2 2 15 
Seamstresses  0 1 2 1 2 1 3 3 0 2 3 0 18 
Designers 0 0 1 0 0 0 1 0 0 0 0 0 2 
Cleaning staff 1 3 2 1 1 4 3 3 2 4 0 2 30 
Supervisors 1 0 2 1 1 0 1 0 1 0 0 0 8 
Secretary 1 0 0 0 0 0 1 0 0 0 0 0 2 
Accountant 0 1 0 0 0 0 0 0 0 0 0 0 1 
Recruter 0 0 0 0 1 0 0 0 0 0 0 0 1 
Computer operator 0 0 0 0 0 0 0 0 0 1 1 0 2 
Driver 0 0 0 0 0 0 1 1 0 0 1 0 2 
Total 5 10 13 10 18 15 21 21 15 18 16 12 174 
 
For the year 2008 (see table 10) the following fluctuation indices were obtained: 
Cashier: (42x100)/9 = 444,45 % 
Sales districts responsible: (28x100)/12 = 233,34 % 
Production responsible departments: (30x100)/10 = 300 % 
Marketing promotion: (7x100)/2 = 350 % 
Packaging products staff: (15x100)/4 = 375 % 
Seamstresses: (18x100)/5 = 360 % 
Designers: (2x100)/3 = 66,67 % 
Cleaning staff: (30x100)/4 = 275 % 
Supervisors (8x100)/5 = 160 % 
Secretary: (2x100)/1 = 200 % 
Accountant: (1x100)/2 = 50 % 
Recruter: (1x100)/2 = 50 % 
Computer operator: (2x100)/2 = 100 % 
Driver: (2x100)/1 = 200 % 
 
High indices of turnover in the period 2008  2011within the organization with a profile of amenities and interior 
decoration from  Bucharest, for the jobs listed, they have the following explanations as they were completed by 
employees (table 11). 
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Table 11 Argumentation of personnel leaving the organization 
 
Job Argumentation of personnel leaving the organization 
Cashier working with money, cash losses recorded 
Sales districts 
responsible 
low wages, limited opportunities for promotion, discipline violations at work (having missing products)  
Production 
responsible 
departments 
low wages, reduced promotion opportunities 
Marketing 
promotion 
better promotion opportunities in other companies (salary, promotion) 
Packaging products 
staff 
low wages, deviations from work discipline (having missing products) 
 
Seamstresses  workload and unsatisfactory salary  
Designers better opportunities in other companies, practicing the profession as an independent (liberal profession) 
Cleaning staff working with toxic products, unsatisfactory salary 
Supervisors monotonous work, unsatisfactory salary 
Secretary unsatisfactory salary, unpaid overtime 
Accountant unsatisfactory salary, each month more and unpaid overtime 
Recruter unsatisfactory salary, lack of bonuses 
Computer operator employment opportunities at other companies for more attractive activities, more professional and a better salary 
Driver unsatisfactory salary, unmotivated absence  and inappropriate behaviour 
 
5. Conclusions 
Job satisfaction is the result of the efforts of human resource management to reduce and eliminate disparities 
between job requirements, job rewards and employee requirements. Job satisfaction influences other outcomes of 
human resource management, such as absenteeism, employee performance, separation, attract the candidates you 
ed and it must 
be interfered with corrective actions if problems are found at the level of this result of human resource management. 
The fluctuating number of people is represented by the workers. TESA personnel being best qualified and the 
company spending money for trainings, the employees leave work harder. Unskilled workers and specialized 
hihghschools qualified personnel leave the job easier. Arguably, the qualification is an important factor which 
determines staff fluctuation. 
 Given the high flow of people leaving and coming into the organization with a profile for amenities and 
furnishings from Bucharest, particular attention was paid to the of discount from the organization for a period of 
four years, from January, 1st 2008 and December 31st, 2011 from the staff record. 
According to the register of employees, a percentage of 93% employees who leave the organization are 
unmarried, married, and especially females are still keeping their job because they can have certain benefits: paid 
leave for the care of the child up to 2 years, material aid for child birth, etc. People who have children, do not exceed 
the maximum number of 2 children. 
Consulting the staff record, since 2008 until the end of 2011, we concluded that the only people in this society 
who have the greatest seniority, and will not leave the organization are: The general director (who is also majority 
shareholder ), financial chief officer (shareholder) and the commercial director. 
 
 
  
Generally, TESA staff has high stability in the organization, secondary education staff and 10 classes studies 
registering a higher turnover. What is an interest for the staff turnover analysis is represented by the workers. They 
will be subjected to the following analysis. 
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 Human resources periodical qualification depending on the position they occupy is needed and can be done by 
the company by signing contracts with companies providing trainings focused on a type of range of professions and 
trades which are required in order to work in the field (Chraif, 2010). This will be done periodically taking into 
account the fierce competition in the labor market where, from year to year employment standards increase. So the 
staff should not be placed in the situation that over one year since being hired to be fired and replaced by other 
person better prepared. To prevent such situations, the company of furnishings and interior design from Bucharest 
took measures, giving trainings which are completed with diplomas and ratings. But another problem occurred: the 
staff is not leaving the company because they are not qualified or does not face the effort to work in society, they are 
leaving because they want to be hired with that qualification in a better paid job and with higher work conditions.  
As shown in the study, according to the labour code, people left the company in different ways. What stands out 
is that 132 people representing 14.5% of total leave, within four years, left the organization due to violations of work 
discipline. Values, behaviours and practices prevalent within an organization influences all aspects of inter-human 
interaction at work and the characteristics of the human resources management of that organization. 
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